A n effective safety incentive model should encourage employees to behave in uncharacteristically or exceptionally safe ways. The incentivized behavior should reduce the risk of injury and improve safety in the workplace (Sheehy, 2004; Wiscombe, 2002) . The model should integrate long term behavior change strategies to drive sustainable, long term safety improvement, yet be sufficiently flexible to allow its use for a specified length of time, with a specific group of workers, to target specific behaviors necessary to achieve specific safety improvement goals (Breitner, 2003; Hurst, 2003; LaBar, 1996; Wiscombe, 2002) . Whether designed for long term sustainability, or short term, focused behavior change, clearly articulated criteria link the reward to meaningful injury prevention achievements and activities, making it a useful tool to reward individual or groups of employees who are performing above expectations (Breitner, 2003; Hurst, 2003; LaBar, 1996; Mayer, 2004b) . Occupational health nurses can play an important role in the design and implementation of effective safety incentive strategies.
MOTIVATION AND BEHAVIOR THEORY
A brief review of common behavior management theories helps occupational health nurses explore the characteristics of an "ideal" safety incentive program model. Many of these theories apply specifically to work performance; however, it is logical to generalize the concepts to safety performance as an essential component of work performance. 
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Heuberg's Theory ofJob Enrichment and Work Performanc8
Herzberg's Theory of Job Enrichment and Work Performance, originally published in the 1960s, suggested, in part, that job enrichment is an effective tool for fulfilling an employee's need for growth. This is distinct from job enlargement or horizontal job loading;' which simply increases the workload without increasing the complexity. Job enrichment is a continuous process and may include removing select supervisory controls while retaining employee accountability. It also may include introducing new, complex, and specialized tasks (i.e., serving as a mentor or subject matter expert), which provide a sense of responsibility, achievement, growth, and advancement. Job enrichment provides psychological growth opportunities and, as such, becomes a motivational tool. Giving employees a complete unit of work and allowing them to follow it to completion generates a sense of achievement and recognition (Herzberg, 2003) .
ERG Theory and Work Performance
Alderfer's "ERG" theory was based loosely on Maslow's well known Hierarchy of Needs, but attempted to improve its application to workplace performance by suggesting that individuals are motivated by three basic core needs (Arnolds, 2002) : • Existence (physiologic and safety needs). • Relatedness (the need to maintain meaningful relationships).
• Growth (desire for personal fulfillment, development, and a need for challenge).
While Alderfer failed to demonstrate a causal relationship between needs hierarchy and job performance, Arnolds (2002) investigated this relationship further.
Their work suggested frontline employees and upper level managers demonstrate improved performance when their growth need is met (Arnolds, 2002) . However, a sense of relatedness is a direct motivator for frontline workers, and opportunities for expanded decision making and challenges motivate frontline workers only if their behavior results in increased peer acceptance and a sense of relatedness (Arnolds, 2002) . Arnolds (2002) concluded that employers will likely enjoy enhanced employee performance if they consistently provide upper level managers with ample opportunities for autonomy, creativity, and self fulfillment and frontline employees with enhanced opportunities to apply decision making skills and engage in challenging projects. Opportunities for employees to carry projects to completion and have their work showcased in a context that brings positive recognition from peers instills a sense of accomplishment and growth (Arnolds, 2(02) .
The employee growth need is satisfied in a culture that encourages free expression of ideas and rewards and recognizes employees at all levels for innovative work. Frontline employees, in particular, will demonstrate improved work performance when they feel a sense of belonging (Arnolds, 2(02) .
Arnolds ' (2002) work supported Herzberg's (2003) theory that pay and benefits prevent job dissatisfaction but do not promote improved work performance. However, for frontline employees especially, a compensation package that allows all employees to share in organizational financial success can be a motivator for improved performance. Their study suggested rewards such as handwritten thank you notes, tokens that can be redeemed for gifts, team celebrations during working hours, and other similar rewards may have a greater impact than cash (Arnolds, 2(02) .
Sta/kovle's Meta Analysis of Behavioral Reinforcing Tools
Stajkovic (2003) conducted a meta analysis of the effectiveness of money, feedback, and social recognition as behavior-reinforcing tools in the work setting. The researchers considered each of the three tools separately as well as in combination.
The study showed that combining these three reward systems had a synergistic effect, which supported the theory that each reinforcer addresses a different aspect of the motivational domain (Stajkovic, 2(03) . Social recognition creates a positive interpersonal employment climate by subconsciously generating "psychological contracts" between the employer and the socially recognized employee based on trust and respect. When money, an "impersonal reinforcer," is added to this caring climate, cognitive dissonance occurs because of the psychological incongruity between the two reinforcers. Consistent interaction and feedback between supervisors and employees reinforces the interpersonal climate and thereby minimizes the cognitive dissonance. The researchers concluded ,that behavior change effectiveness increased 26.8 times when feedback was added to a system of monetary rewards and social recognition (Stajkovic, 2(03) .
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Hodgkinson Study: Interface of Cognitive and Industrial Work Hodgkinson's (2003) work suggests presenting information on performance expectations at time of hire or shortly thereafter is an effective strategy for improved work performance. New employees or job candidates have not yet developed a firm mental "contract" of job requirements and are more receptive to new ideas about performance expectations including safety expectations (Hodgkinson, 2(03) .
Other Mot/vational Strategies and Theories
Geller (2003) asserts that consequences are the true motivators of behavior change. Effective consequences are delivered soon after the event (immediate), are certain (reliably applied), and are applied in a positive way (Geller, 2(03) . Consistent application of these principles will ultimately contribute to a culture of "actively caring," which improves self esteem, and thus enhances safety performance (Geller, 2004) . Geller (2004) also asserts that outcome based safety incentive programs based on lost time injuries result in an organizational focus on failure, rather than success, and stifle upstream exploration of safer processes.
Goal setting theory operates on the premise that management and employee commitment to specific safety goals encourages persistent safe behavior and goals can be used as work standards to guide behavior (Mayer, 2004a) . Such goals are thought to function as "cues" for employees to allot some part of their thinking and problem solving process to the safety effort (Sinclair, 2004) . In turn, expectancy theory argues that quality of work performance is determined by individuals' beliefs related to the relationship between their effort or performance and the resulting outcome (Johnson, 2003; Mayer, 2004b; Sinclair, 2004) . Programs applying such theories may effect lasting change but are more resource intensive to implement and maintain, and require solid, consistent, leadership commitment (Johnson, 2003) .
LEVERAGING CULTURAL INDICATORS FOR SAFETY IMPROVEMENT
Organizational culture implies a degree of standardization in organizational communication, unwritten tradition, and unspoken feelings filtered through personal interpretation, values, and past experience. Methods of cultural expression, or cultural indicators, are generally categorized into "legends and myths," "symbols," and "rites and ceremonies." Each serves a function in communicating a standardized organizational message (Ramsay, 2004 ). The organization can use cultural indicators as powerful expressions to reinforce existing organizational norms or as tools to accelerate culture change. Occupational health nurses can use these tools effectively in guiding individual and group behavior within the corporate setting.
Legends and Myths
Legends and myths are stories of past events, usually embellished, but based on some real historical event (Ramsay, 2004) . These may include tales of past recog-nition celebrations, tragic accidents, or miraculous "near misses." They also can include stories of past employee disciplinary action or termination for a particular behavior, or stories of situations in which an employee "got away" with something. As employees regale coworkers with stories about how things "are" or how things "used to be," organizational cultural information is conveyed. An organization can direct the content of legends and myths by creating positive content for employees to ponder. This can be performed through the use of symbols, rites, and ceremonies.
Symbols
Symbols are objects or gestures that stand for or represent something else or otherwise convey meaning (Ramsay, 2004) . Symbols can be used liberally to communicate leadership emphasis on a particular message. Examples include safety and health posters, literature announcing that the company is a "drug-free workplace," paycheck stuffers, and banners expressing a "zero accident vision."
A symbol can be a mission statement with safety included as an essential element, as well as safety performance criteria in the job description and performance review documentation. An event, such as a safety recognition picnic, is a symbolic gesture of sorts. It also serves to communicate a specific message to the organization. Using such symbols to convey positive injury prevention information sends a powerful message. Such symbols often become content for future organizational legends and myths.
Riles
Rites are planned sets of activities, customary observances, or procedures that convey cultural norms. Ceremonies are systems of rites (i.e., prescribed social activities) performed for the sake of convention or tradition and are usually centered on a specific occasion or event (Ramsay, 2004 ). An event evolves into a rite when it serves the specific purpose of conveying a message and is repeated on a regular basis, in a particular way (Ramsay, 2004) . Examples of rites include quarterly safety recognition picnics and annual safety recognition banquets where employees receive recognition for safety performance, either individually or collectively. Ceremonies involve the actual activity of bestowing the award or recognition. Ceremonies and rites create positive content for legends and myths, providing stories of excellence to pass on to new coworkers (Ramsay, 2004) .
INJURY/OUTCOME BASED SAFETY INCENTIVE PROGRAM MODEL
The injury/outcome based safety incentive, or award program, has been a traditional injury prevention activity in industry. These programs are intended to promote safety by providing a prize, cash reward, article of clothing, or other tangible reward for working a specified time period without a lost time injury. The programs come in a variety of forms, such as "safety bingo" or "safety bucks." The programs may be set up competitively DECEMBER 2004, VOL. 52. NO. 12 between workgroups. If an injury occurs to an individual, the entire workgroup may become ineligible to win. As a result, the injured worker may become the object of ridicule and be ostracized. The resulting perception may be that the injured worker, as well as the workgroup, is "punished" for the injury (Sinclair, 2004) .
These programs generally do not encourage safe behaviors or safety improvement. They focus on one outcome-decreasing reported injuries. Work practices and working conditions may not change, but, unfortunately, injury-reporting practices may change. Employees may avoid reporting an injury to protect a reward (Hurst, 2003; McSween, 2002; Sheehy, 2004; Sinclair, 2004; Smith, 1997 Unions have spoken out against this type of program, charging that employers, not employees, are the ultimate beneficiary (United Steelworkers of America, 2(01). They assert that employers who have fewer injuries to report are less likely to be inspected by OSHA, so, in tum, have less chance of being fined. This increases employee injury risk in those workplaces where uncontrolled hazards are present. Under-reporting also may reduce the number of claims filed, which reduces injury related costs even though working conditions have not improved (United Steelworkers of America, 2(01). The design of the typical injury/outcome based incentive program also implies that responsibility for injury prevention rests with employees rather than employers, that employees are "to blame" for workplace injuries (United Steelworkers of America, 2(01). Injury/outcome based safety rewards may be viewed as veiled attempts to control employee behavior-an approach that creates hostility in today's employee empowered management model (Smith, 1997) .
Further problems result when injury/outcome based safety incentive programs take on the characteristics of an entitlement (Geller, 2004; LaBar, 1996) . Often these programs may have been intended as a short term incentive program, but were established with no specific behavioral focus and no predetermined end date. As a result, when the occupational health nurse discontinues or changes the program, employees may become dissatisfied and angry. Friction also may occur if employees do not get rewards when they were expected (Smith, 1997) . Workers who do not receive safety contingent rewards often do not accept responsibility for their own unsafe behavior, instead blaming management or their team for the negative result. This translates into future generalized performance decline and job dissatisfaction in addition to safety performance erosion (Sinclair, 2004) .
Finally, injury/outcome based safety incentive programs can be expensive. Costs include the cost of the reward itself, which can be substantial, as well as the human resource cost required for program administration (Breitner, 2(03) . Critics argue that employer dollars used for such injury/outcome based safety incentive programs generate a ''perverse'' incentive (Ramsay, 2004) and could be more effectively used to correct hazards and improve working conditions (United Steelworkers of America, 2(01).
LAUNCHING AN EFFECTIVE SAFETY INCENTIVE SYSTEM
Before effective safety incentives can be launched, occupational health nurses must assess the firm to insure that a comprehensive injury prevention system is in place. Such a system goes well beyond compliance, embracing sound hiring, training, and overall performance management practices as well as traditional hazard control activities. A well designed, effective, safety incentive program should be viewed by occupational health nurses as an administrative control within the overall system (Sinclair, 2004) . Safety incentives are a supplement to, not a substitute for, an effective injury prevention system (LaBar, 1996) .
Occupational health nurses may draw the conclusion from the literature that a combination of clear expectations (including goal setting), feedback, social recognition, opportunities for growth and belonging, and tangible rewards (monetary or non-monetary) has a synergistic impact on safety related behavior change (Arnolds, 2002; Geller, 2004; Herzberg, 2003; Hodgkinson, 2003; Johnson, 2003; LaBar, 1996; Mayer, 2004a; Sinclair, 2004; Stajkovic, 2(03) .
Additionally, the cultural indicators used to guide other organizational behavior may be applied to guide behaviors in support of the safety improvement effort (Ramsay, 2004) . It follows that occupational health nurses may have success in achieving improved safety performance by using these strategies and cultural indicators in the context of a larger, more comprehensive safety incentive system.
INTEGRATING SUSTAINABLE SAFETY INCENTIVES INTO PERFORMANCE MANAGEMENT
Occupational health nurses should integrate safety performance incentives into the overall performance management system. Integrating safety performance into the job description, performance appraisal, and accountability systems symbolizes safety's value to the organization. In this context, fundamental considerations for the design of an effective, sustainable safety incentive system should be consistent with those of any merit based compensation system (Mayer, 2004b ): • Valence (Is the reward sufficiently attractive?). • Instrumentality (Is a consistent, clearly articulated policy in place to tie performance to the reward?). • Expectancy (Is there a valid performance evaluation system in place with clear and measurable criteria that tie effort to outcome?).
• Equity (Is it fair?).
Safety performance expectations communicated before employees are hired establish a "psychological contract" while employees are still mentally malleable (Hodgkinson, 2(03) . Occupational health nurses may 524 develop a statement to be included on the cover page of the application. This statement describing safety and health behavior expectations in the context of the overall mission and vision provides a snapshot of the corporate culture. Providing a job description to applicants gives candidates an opportunity to review the job expectations and requirements, including safety related expectations. It also provides an opportunity to make a more informed decision about corporate fit, as well as discover if candidates meet job specific expectations and requirements.
To effectively "incentivize" safe behavior, the job description communicates safety related job expectations. An accurate and complete job description is essential to effective performance management. Occupational health nurses may be called on to assist in outlining safety specific elements to be included in the job description. Employees should be involved as job descriptions are developed and revised. By including employees in the process, the final product is more likely to reflect the actual job performed, employees will more likely feel ownership in the performance expectations, and this challenging activity will likely contribute to employees' sense of belonging (Arnolds, 2002; Dessler, 2004; Geller, 2003; Mayer, 2004a) .
Job safety analyses should be completed for each job, and the necessary elements for safe job performance integrated into the job description narrative (Ramsay, 2004) . Technical proficiency should incorporate safety proficiency as an element for success (Geller, 2(03) . Examples include expectations for proper and consistent use of engineering controls and equipment provided to perform the job safely (e.g., materials handling equipment, ventilation systems), proper use of personal protective equipment, and adherence to safe operating procedures.
Employees should be familiar with job descriptions, and review them on a regular basis. Some employers build such a review into the performance appraisal process, while others require employees to read and sign the job description for their specific job on an annual basis. Other employers provide performance expectations in the form of goals or objectives at the beginning of each year or quarter (Dessler, 2004; Mayer, 2004a) . Geller (2004) asserts that goals that are specific, motivational, achievable, relevant, and trackable (SMART) will be most effective. These expectations can be reinforced by occupational health nurses during annual employee health screening.
It is essential for the rating elements on the performance appraisal be consistent with the job expectations outlined in the job description. Specific, measurable criteria must be developed against which employees can be measured (Dessler, 2004; Geller, 2004; Mayer, 2004a) .
FEEDBACK AS ASAFETY INCENTIVE
Feedback, in a variety of forms, impacts behavior profoundly (Sinclair, 2004) . Supervisor-employee dialogue is a form of feedback, as is verbal communication between peers. Modeling can be a form of feedback. Social recognition, tangible rewards, and gifts are other forms of feedback. Each provides information to employ-ees about their behavior and about organizational values and norms.
Verbal Feedback
Feedback is a powerful tool in the context of any safety incentive system. Immediate verbal feedback on safety performance. positive or negative, delivered consistently. is foundational to an effective performance management program and to safety performance improvement. Positive feedback is especially powerful when spontaneous. Positive feedback is a reward and functions much like social recognition, creating an atmosphere of trust and respect. Generating a "psychological contract" increases the likelihood that the rewarded behavior will be repeated in the future (Geller, 2003 : Hodgkinson, 2003 . Simple recognition in the course of conversation should not be underestimated (Axtell, 2002 : Geller, 2003 . Setting aside a few minutes each week to formally observe employees at work creates an opportunity to tell employees what they are doing well (Axtell, 2002 : Geller, 2003 Hodgkinson, 2003) . Planned observations should become a "rite" within the organizational culture-a set of visible activities demonstrating that safe behavior is valued and expected. Constructive feedback is also a necessary component of performance management and is most effective when delivered in a positive way, citing the behavior, not the individual. Constructive feedback should be balanced with feedback on positive behaviors as well (Geller, 2003) .
Scheduled feedback is also an effective incentive and another important aspect of performance management (Dessler, 2004) . Quarterly "one on one" conversations during which employees have an opportunity to discuss topics of concern with their supervisor, including safety performance, are effective performance management tools to motivate employees. Annual performance appraisals that include elements of safety performance and are tied specifically to the job description provide additional opportunities for feedback on safety performance.
Organizations that link appraisals to a merit based pay system gain the advantage of the monetary reward component as well as the intrinsic motivation from the feedback itself. Such systems use compensation, which is often used to attract and retain employees, to influence behavior by encouraging persistence as they confront day to day safety challenges and by making safe work practice goals more attractive (Sinclair, 2004) .
Peer Feedback
Peer observations provide opportunities for immediate. consistent, and positive feedback from coworkers. Such observations enhance accountability by empowering employees to dialogue with each other when safety is a concern. This increases their sense of belonging (Arnolds, 2002; Geller, 2003) .
Behavior Modeling
Feedback also is provided to employees through modeling. Managers, supervisors, and peers all model DECEMBER 2004, VOL. 52, NO. 12 behaviors that are interpreted individually. Managers and supervisors, in particular, should consistently model safe behaviors. For example, if personal protective equipment is required on the production floor, management personnel passing through the area should hold themselves to the same standard by also donning the appropriate equipment. Employees who observe management behavior inconsistent with what is professed as the "norm" or expected behavior eventually will become distrustful and lose respect for those management personnel who do not "walk the talk" (Blair, 2003) .
Social Recognition
Employee compensation is a right. but social recognition is a gift. Social recognition is an effective form of feedback and enhances employees' sense of belonging and accomplishment. Public recognition of employee success should be delivered openly and in a personal, honest, and timely manner. When a project is protracted and demanding, management may recognize success periodically as the project progresses (Wiscombe, 2002) . Courtesies such as remembering employees' names and birthdays and asking personal questions about employees' families are also examples of social recognition (Arnolds. 2002 : Geller, 2003 : Wiscombe, 2002 .
USING GAMES AND CONTESTS EFFECTIVELY
As previously discussed. injury/outcome based safety incentive programs are intended to reduce injuries, but the program design can create a "perverse" incentive, which may result in unintended, undesirable consequences. Designed differently, events such as contests and games may be used effectively by occupational" health nurses in the context of a comprehensive, effective safety system to generate interest, increase awareness, and encourage participation in specific safety improvement activities.
Incentives are most effective when designed to change specific behavior in a specific employee population for a specific period of time with a focus on process (activities), rather than outcome (injury rates) (Breitner, 2003; Hurst, 2003; laBar, 1996; Wiscombe, 2002) . When used in this way, safety promotional efforts serve as "symbols" to remind employees of specific goals or desired safe behaviors. Examples include posters and paycheck stuffers used to target a specific behavior for a specific period of time, for example, safe driving information disseminated during Safe Driving Week, perhaps culminating with a picnic or other festivity (Sinclair, 2004; Wiscombe, 2002) .
Organizations that create opportunities for safety related accomplishments and encourage innovation in the area of safety will, in turn, create opportunities for growth and social recognition, and thus incentivize improved future safety performance. Such recognition opportunities are analogous to "ceremonies" and serve as powerful cultural indicators. Social recognition is most effective when there is a clear, well articulated link between accomplishment and recognition. Behavior will be most effectively influenced if the recipient and the entire workgroup are
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Rewarding Safe Behavior
Strategies for Change Fell-Carlson, D. AAORN Journal 2004; 52(12), 521-527. 1 Typical injury and outcome based safety incentives, rewarding employees based on reduction in lost time injuries, often do not improve workplace safety performance and may have unintended consequences such as injury underreporting and aperception of "punishment" if an injury does occur.
2 Safety performance can be improved by implementing similar strategies used by business to enhance overall work performance and by using cultural indicators such as symbols, rites, and corporate legends to integrate safety into the corporate culture.
3 Rewards based on measurable safety activities and behaviors can motivate improved safety performance rather than focusing on outcome. Money can be a powerful motivator, but rewards need not be financial to be effective. Feedback and social recognition also can be very motivating.
4 Rewards are most effective when linked to measurable criteria. Rewards can be based on such criteria as timeliness of injury reporting, participation in safety activities such as safety committee membership or safety audits, or submission of safetY improvement ideas.
clear on why the recognition was bestowed (Wiscombe, 2002) . Such stories of positive performance become corporate "legends," a cultural indicator that can drive future positive behavior (Ramsay, 2004) .
SELECTING REWARDS
Employees will not work harder for more expensive rewards and the reward need not be financial to be mean-ingfulIbreitner, 2003; Geller, 2(03). Social recognition and feedback are low cost, effective rewards (Hurst, 2003) . Handwritten thank you notes, tokens that can be redeemed (or gifts, team celebrations during working hours, "lunch and learn," holiday parties, health fairs, and suggestion boxes are also effective (Arnolds, 2002; Patterson, 2(03) .
The type of reward selected depends on the budget and the culture, but should be tailored to the targeted employee group. Consideration should be given to the number of eligible employees, percentage of employees likely to receive a reward, how the reward will be delivered, the amount of money that could be saved if the incentive is successful, and the portion of savings to be 526 reinvested back into the incentive. Potential tax implications should be considered from both' employer and employee perspectives (Breitner, 2003; Wiscombe, 2002) . If a financial reward is chosen, it should be a reward that allows all employees to share in organizational financial success, such as savings from reduced workers' compensation premiums. Money can be a powerful motivator for improved performance (Arnolds, 2002) .
ESTABLISHING MEASURABLE CRITERIA
Safe behaviors and activities are difficult to translate into measurable objectives unless specific criteria are established at program inception, and as with any compensation program, performance criteria and rewards should be tied directly to the desired behavior (LaBar, 1996; Mayer, 2004b; Wiscombe, 2002) . In addition, criteria should be designed to provide employee growth opportunities and enhance the sense of belonging (Arnolds, 2002) .
Examples of activities that can be measured include (Wiscombe, 2002) • Completing a number of job related safety audits or safety improvement activities in a given time period.
Criteria can be established by assigning points to various safety activities, with incentives offered at various point levels (similar to a "frequent flyer program"). Other examples include identifying specific desired behaviors and using coupons for specific "caught in the act" rewards to recognize those behaviors immediately, and establishing a safety or process improvement suggestion program with cash rewards tied to projected savings resulting from implementation (Wiscombe, 2(02) . Some firms provide a small cash reward or dinner ticket for submitting safety related suggestions. Others offer rewards only if the suggestion is adopted.
A practical example of an effective safety incentive system based on this philosophy is in place at Jennie-O Foods Turkey Store, with headquarters in Willmar, Minnesota. Each employee is given several comprehensive safety audits to complete. The audits cover a variety of safety related processes, from production floor cleanliness to the proper use of personal protective equipment. Employees are interviewed and asked questions at random intervals throughout the year and are scored based on answers to safety questions. Incentives are provided when employees earn a certain predetermined score, which may take several months (Wiscombe, 2(02) .
SUMMARY
Effective, sustainable safety incentives are integrated into a performance management system designed to encourage long term behavior change. Effective incentive program design integrates the fundamental considerations of compensation (i.e., valence, instrumentality, expectancy, equity) with behavior change theory-in the context of a strong merit based performance management system. Clear expectations are established and communicated from the time applicants apply for the position. Feedback and social recognition are leveraged and used as rewards, in addition to financial incentives built into the compensation system and offered periodically as short term incentives. Rewards are tied to specific objectives intended to influence specific behaviors. Objectives are designed to challenge employees, providing opportunities to grow and enhance their sense of belonging.
Safety contests and other awareness activities are most effective when used to focus safety improvement efforts on specific behaviors or processes, for a predetermined period of time, in the context of a comprehensive safety system. Safety incentive programs designed around injury outcomes can result in unintended, and undesirable, consequences.
Safety performance can be leveraged by integrating safety into corporate cultural indicators. Symbols of safety remind employees of corporate safety goals and objectives (e.g., posted safety goals and integrating safety into corporate mission and vision). Rites and ceremonies provide opportunities for social recognition and feedback and demonstrate safety is a corporate value. Feedback opportunities, rewards, and social recognition all provide content for corporate legends, those stories embellished over time, that punctuate the overall system of organizational norms, and provide examples of the organizational safety culture in action. m:5Mft:HD
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